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Work & Well-Being Study

This report summarizes results of our 4-wave survey conducted in October and
November 2020. The data is derived from 136 full-time employees based in Canada.
The goal of this project was to examine the links between employee mental health and
proactivity at work (e.g., voicing ideas). Our results indicate a significant positive

link between employee mental health and silence (i.e., intentionally withholding
ideas and information at work).
Specifically, we found that employees were about 10% more likely to exhibit silence
at work if they experienced higher levels of depression, generalized anxiety, and/or
social anxiety during the previous week.
This report is divided into 3 sections:
A Participant Characteristics
B Mental Health at Work
C Employee Proactivity

A Participation
Characteristics
Who participated?
136 full-time employees participated in this

study, with 104 (76%) completing all four
weekly surveys.
57% of participants identified as female
(remaining 42% as male; 1% non-binary)
Participants’ average age was 32 years.
The majority of participants worked in the
following industries:

B Mental Health at Work

Finance and Insurance (15%)
Scientific and Technical Services (15%)
Health Care and Social Assistance (14%)
Technology (10%)

Workplace mental health perceptions

No other industry represented
more than 5% of the study-sample.

Many participants reported that:

COVID-19 impact

Employees feel unsafe disclosing that they are
experiencing depression or anxiety at work.

Participants worked similar number of hours
before COVID-19 (44 hrs/wk) versus during
the study-period (43 hrs/wk).

There is a negative stigma associated with
admitting a mental health problem at work
(e.g., cause harm to their career).

We observed a dramatic shift to working
from home (18% of total work hours before
COVID-19 vs. 75% during the study-period).

Their manager rarely communicates the
importance of mental health or shares mental
health resources with employees.
Participants were split in terms of whether their organization has
clear policies and procedures concerning employee mental health.

Mental health experiences

Safe to Disclose
Mental Health Issues

10% 25%

Clear Org Policies
on Mental Health

43%

7% 36%

Mental Health Issues
are Stigmatized

6% 24%

Manager Discusses
Mental health
Strongly Agree

However, we only observed a marginal
increase in reported stress (+1% work stress;
+7% personal stress) since COVID-19.
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40%
40%

8% 29%

Agree

21%

34%

Neither Agree/Disagree

14%

1%
3%

21%

9%

13%

15%

Disagree

56% of participants (n = 76) indicated that
they have sought treatment from a mental
health professional before; and 13% were
currently receiving treatment (n = 17).
This breakdown is consistent with findings
published by CAMH (e.g., “By age 40, about
50% of the (Canadian) population will have or
have had a mental illness”).

Strongly Disagree
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B Mental Health at Work
How DOES Your Organization/Manager
Support Your Mental Health?

Providing Resources
EAP; counselling services;
workshops

Flexible Policies
flex work hours,
mental health days

Communication
open door policy,
manager listening

Showing Appreciation
acknowledging good work,
recognition programs

Mental Health
Education

40%

18%

Personal Support
frequent check-ins,
1:1 conversations

Managers Acknowledges
the Importance of
Mental Health

23%

16%

caring conversations

9%

4%

Work Life Balance

reasonable workload,
work from home options

Utilizing
Employee Feedback

asking how to better support
employee mental health

5%

3%

Nothing

the organization offers little
for employee mental health

Benefits

16%

primarily mental health
coverage

Peer Support

team huddles,
wellness committees, openness

Employee Rewards

20%

for volunteering, extracurriculars
using a wellness app

4%

3%

3%

lunch and learns
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B Mental Health at Work
What CAN Your Organization/Manager Do
To Better Support Your Mental Health?
Providing Resources

14%

regular manager check-ins, clear role
expectations

Listening to Employees

14%

periodically ask how they're doing, ask for input

Manageable Workload

11%

not overworking employees, limiting work-life
interference

Demonstrate Care

10%

show genuine care for employees' well-being (not
just performance)

Time Off Flexibility

10%

mental health days, flexible work hours

Increase Benefits

10%

include mental health services in insurance coverage

Provide More Internal Resources

9%

contact with mental health professionals,
counselling

Show Appreciation

7%

recognize employees' work quality/efforts, and not
just the bottom line

Training
provide training to managers on how to
foster a mentally health workforce

Other
reduce meetings, encourage office gatherings,
hire more staff
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4%

14%
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C Employee Proactivity
To speak up or remain silent?
Most employees engage in proactive work behaviors,
with only 14% agreeing that they rarely speak up at work, and
5% agreeing that they often withhold important ideas/information.
Strongly Agree

Voice
Proactively offered ideas

Silence
Intentionally withheld ideas

2%

38%

1%

4% 21%

Neither Agree/Disagree

Agree

Disagree

Strongly Disagree

46%

13%

42%

1%

32%

Why employees choose silence
Participants noted different reasons as to
why they choose to remain silent at work
when they have ideas and information to share.

Ineffectual
e.g., Fall on deaf ears

Relational
e.g., avoid conflict

Diffident
e.g., low confidence

2%

1%

17%

1%

12%

Disengaged

4%

e.g., don't dare

Defensive
e.g., Risky to Voice

Deviant
e.g., Retaliate

14%

1%

4%

7%

The most common reasons for silence included:
1
Ineffectual – the belief that voicing won’t make a difference
2
Relational – the desire to avoid interpersonal issues when voicing
3
Diffident – lacking confidence or fearing embarrassment from voicing

26%

28%

29%

26%

23%

29%

36%

28%

28%

35%

22%

26%

21%

72%

In the next steps of this project, we will
statistically examine the associations between
mental health, organizational/managerial
support, and voice/silence behaviours, over time.
These results will be communicated at
conferences and in academic publications.
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29%

33%

46%

Please contact us if you would
like to learn more about our research

Dr. Kyle Brykman

Odette School of Business
kbrykman@uwindsor.ca
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